We examine the argument that predominantly female occupations attract women because they are relatively easy to combine with family responsibilities. Some traditionally female occupations offer relatively low penalties for labor force withdrawal, but other 'female" occupations reduce the costs of employment to mothers by facilitating the combination of worker and mother roles. We test the hypothesis that a woman's response to the characteristics of her occupation and to other factors depends on her preference for employment vs. homemaking over the long run. Using data from the National Longitudinal Survey of Youth, the analysis focuses on the periodfrom the year prior to thefirst birth through the two years following the birth as the time of maximum conflict between employment and child rearing. We find no effect of occupational sex composition on the likelihood that prospective or recent mothers ame employed. Occupational characteristics that raise the cost of labor force withdrawal (high education, wages, and job-specific training) tend to decrease the probability of women's withdrawal from work, as do nonmonetary occupational characteristics. All women respond to the cost of laborforce withdrawal, but women with low work commitment also respond tofinancial pressures and convenience of the work setting.
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and their effects on work before and after the birth. We argue that some traditionally "female" occupations offer relatively low penalties for labor force withdrawal, but that other "female" occupations reduce the costs of employment to mothers by facilitating the combination of worker and mother roles. We test the hypothesis that a woman's response to characteristics of her occupation and other factors depends to some extent on her preference for employment vs. homemaking over the long run.
THEORETICAL FRAMEWORK
Much of the literature on sex segregation in labor markets has suggested that certain occupations are especially compatible with family responsibilities (Rosenfeld and Spenner 1990), making them attractive to women, who tend to be responsibleforfamilyandhomemakingdutiesevenwhen they work (Spitze 1986; Ross 1987 ). According to this argument, this compatibility results in a concentration of women in these occupations (Reskin and Hartmann 1986; Polachek 1979) .
Women who have -or expect to have spouses and/or children may consider their current or future family responsibilities when choosing an occupation. First, women who do not expect to work continuously following childbearing may select occupations that are relatively easy to leave and re-enter. These occupations -which may provide adequate to generous starting salaries -may assess lower penalties for labor force withdrawal, either through lower rewards for experience (Polachek 1979 (Polachek , 1987 , or through fewer requirements for job-specific training (Wolf and Rosenfeld 1978) compared to other occupations.
Women who expect to work continuously following childbearing may select occupations that offer nonmonetary benefits, like flexible hours or safe and physically undemanding work. These nonmonetary benefits may make it easier to combine work and family. Some scholars argue that women receive low wages relative to men with comparable job-related characteristics because women are willing to trade off wages for these nonmonetary benefits (Filer 1985; Hudis 1976 ). In a recent controversial paper, Schwartz (1989) suggested that by providing such nonmonetary benefits, employers may be able to encourage women to return to work relatively quickly following childbirth.
Both of these mechanisms could explain women's concentration in a relatively small number of occupations. However, predominantly female occupations are not homogeneous on these dimensions: Some may have relatively low opportunity costs of labor force withdrawal, while others may provide nonmonetary benefits. If so, women who plan to work while they have young children may use different criteria when selecting an occupation than do women who plan to withdraw from the labor force. And women who prefer to work over the long run may respond to different characteristics of occupations in deciding on employment during pregnancy and after the birth of a child.
Not all women consciously "choose" their occupations, and many women move from one occupation to another over their work lives, quite commonly between "female" and "male" occupations (Jacobs 1989 ). We expect that women who find themselves in an occupation that makes it easy to combine work and childrearing or in an occupation that penalizes labor force withdrawal, would be more likely to return to work after a birth than other women, regardless of their reasons for selecting the occupation in the first place. This relationship may be weakened by constraints on women's occupational choice, like actions of employers or characteristics of the labor market.
Preference for Employment
Some women prefer to work exclusively in the home over the long run, whereas others prefer to combine work and family.1 This underlying preference for work over other activities is often called work commitment, or subjective orientation towards work. Work commitment indicates the importance of market work in an individual's life, but is distinct from labor force attachment (Bielby and Bielby 1984; Rosenfeld and Spenner 1986). While women with a high degree of labor force attachment are more likely to be continuously employed, employment, by itself, does not imply a high level of work commitment -some women who would prefer not to work are propelled into the labor force by financial pressures, and some women who prefer to work may be unable to work because of family responsibilities (Moen and Smith 1986 ).
Work commitment also seems to be distinct from occupational attainment. Both Rosenfeld ' Although women could prefer to work and not have children, this is a relatively rare response among the young women in the NLSY sample. Of the women who had no children in 1979, most (92 percent) expected to have children.
and Spenner (1986) and Gerson (1985) suggested that although work commitment for women rises with higher occupational status, many women report high levels of commitment to work despite holding low-status jobs. Work commitment reflects both personal preferences and the importance of intrinsic features of work such as how important and interesting it is and extrinsic features like relationships with co-workers.
To the extent that women workers are heterogeneous with some having an underlying preference for employment over alternative activities, any model of women's labor force behavior must incorporate this heterogeneity. Sixty-two percent of the young women respondents in our data set prefer to work over the long run, and 38 percent prefer homemaking.
Work commitment may predict women's employment, but it may also condition the effect of occupational characteristics on employment. Compared to women with lesser work commitment, women with strong work commitment may be less responsive to characteristics of occupations that make it easy (or hard) to combine work with childrearing.
Thus, occupations may encourage women's labor force participation surrounding a birth in two ways: by making it relatively easy to combine work with motherhood; or by making it difficult to stay away from work. We first present our hypotheses about occupational characteristics that increase the costs of remaining away from work for extended periods. Then we discuss occupational characteristics that facilitate a new mother's return to work.
Factors That Discourage Staying Away From Work
Some occupations may increase the chances that their female incumbents return to work following a birth by raising the costs of time away from the job. Certain personal characteristics of workers index costs of time away from work, e.g., a women's earnings or earnings potential represents the opportunity cost to her of time spent at home taking care of her child rather than working. The higher the opportunity cost, the greater the chance that she will return to work. In addition, a woman's ability to acquire high quality, dependable care for her young child increases with her earnings (Leibowitz, Waite, and Witsberger 1988). Thus, we hypothesize that the higher a woman's earnings in the year prior to the birth, the more quickly she will return to work afterward.
The impact of education on return to work is more complex and the net effect difficult to predict. Historically, highly educated women have been more likely to work than women with less education when they did not have young children and less likely when young children were present (Leibowitz 1974) . This pattern has weakened recently, but may persist. On the other hand, highly educated women may face greater depreciation of job-related skills from time out of the labor force compared to women with less schooling. This depreciation would encourage their return to work.
We hypothesize that women in occupations that require substantial job-specific training will return to work quickly to minimize the depreciation of their work skills. In addition, the more job-specific skills a woman has, the stronger the incentive to keep that job, perhaps by returning quickly after childbearing. A woman with general training can more easily quit her current job and seek another when her child is older.
Factors That Facilitate Combining Motherhood andlor Pregnancy With Work
Because flexibility of work schedules helps mothers meet the often conflicting demands of a young child and a job (Glass and Camarigg 1991), we hypothesize that women in occupations that offer part-time or part-year work are more likely to return to work following a first birth than women in occupations that offer primarily full-time and full-year schedules.
The presence in an occupation of mothers of young children signals something about the ease with which women in this occupation can combine work and parenting roles. These occupations may offer flexible work schedules on a dayto-day basis, they may offer social support for working mothers, or they may allow women to work at home or to care for young children on the job. Thus, we hypothesize that the more mothers of young children in an occupation, the more likely a new mother in that occupation will return to work following her first birth.
Women may find it difficult to continue work during pregnancy if their work is physically demanding. Hence, women who are employed in occupations that are not physically taxing and require less strength for performance of job duties may find it easier to continue working during late pregnancy.
Effect of Preference for Employment
Finally, evidence suggests that women differ in their preferences for employment vs. other activities, especially homemaking (Heckman and Willis 1977) . Women who prefer to be employed over the long run tend to make investments in training (both formal and on-the-job) that pay off later in higher wages (Shaw and Shapiro 1987 ). Women's early preference for paid employment appears to predict later behavior quite well (Rexroat and Shehan 1984) .
We expect that women who prefer to be employed over the long run will weigh the characteristics of their jobs and their situations differently than will women who prefer to be full-time housewives. Rexroat and Shehan (1984, p. 357) concluded that the employment behavior of women who want to remain at home may be a temporary response to changes in their domestic roles. They found that fertility and marital status affect employment only for women who prefer to be homemakers, and have no effect for women who prefer employment.
We hypothesize that the impact of both occupational characteristics and financial need on women's employment during pregnancy and after the first birth depends on work commitment. We expect both factors to matter less for women who prefer employment over the long run than for those who prefer to be full-time homemakers.
Processes Influencing Employment Before and After Birth
The physical and emotional demands made on the mother by events leading up to and following the birth of a child are not homogeneous. We outline four distinct periods during pregnancy and following the birth in which we expect different processes to affect a woman's employment.
The first two trimesters of pregnancy. Most women are physically capable of working at most jobs during early and middle pregnancy. Women who leave work during the first two trimesters of pregnancy have probably resigned, as few employers provide long (unpaid) leaves prior to childbirth. The decision to quit a job is influenced by factors like cost of time away from work, convenience of work setting, and financial need. We expect that early exits from the labor force will be most strongly (and inversely) affected by the cost of withdrawing from the labor force, so that high education, high wages, and job-specific training requirements would all reduce the rate of job-leaving during this period. In contrast, the scheduling flexibility of an occupation that makes it easy to combine work and motherhood may be relatively less important in pregnancy because the woman has not yet faced the practical problems of childrearing.
The third trimester of pregnancy. Job exits during the last trimester of pregnancy increasingly reflect short-term rather than long-term exits (Klerman 1990 ). Although many women, especially those who intend to return to their jobs, work during most of pregnancy, medical considerations may prompt women to leave work in the last trimester, blurring the distinction between women who want to withdraw from the labor force and women who have to for health reasons. In addition, advanced pregnancy may make performance of job tasks demanding high levels of physical effort difficult or impossible.
The first three months after the birth. Most women who return to their pre-birth jobs return relatively soon after the birth. Few women hold jobs that allow them to take more than three months leave following the birth. In fact, National Longitudinal Survey of Youth data on maternity leaves collected in 1983 showed that the modal length of maternity leave for women who took leave was six weeks. We expect that these early returns to work respond to costs of labor force withdrawal, especially education, wages, and job-specific training. Additionally, characteristics of the occupation that make it easier to combine work and motherhood, like a flexible work schedule, may be important to women's employment decisions at this juncture.
More than three months after the birth. If women do not return to work within three months of the birth, they tend to return to a different job. The longer a woman has been out of the labor force, the less relevant the characteristics of her past occupation for future job choices. For this reason, occupational characteristics during pregnancy should have progressively smaller effects on return to work with time since the birth. In the baseline year, the respondents provided detailed information on family background, schooling and training history, work history, marital and fertility status, current job, earnings and income, and a series of attitudinal measures. Respondents were reinterviewed in every subsequent year to the present, with excellent retention of the original sample; our analyses use data through 1986.
DATA
To test our hypotheses, we focus on women who had a first birth between the 1979 interview and the 1985 interview. These women had an age at first birth varying from 15 to 27 years. This allows us to observe the employment behavior of the women for one year prior to first birth and for at least one year after the birth. The resulting sample is representative of the experiences of women who have children early and at average ages, but underrepresents late childbearers.2
We concentrate on the last occupation of the woman before childbirth, arguing that this occupation indicates the type of work available to her and also reflects her occupational choices in anticipation of pregnancy (Darian 1975 ).
Sample
The sample consists of the 1,158 women who had a first birth between the first interview in 1979 and the 1985 interview, who worked in the year before the first birth, and who worked at least 20 hours per week in the last job held before the birth and who worked at least 9 weeks at that job. We exclude women who worked less than 20 hours per week or less than 9 weeks at the last job held prior to birth because the NLSY does not provide detailed occupational information for these women.3 The analysis of employment during pregnancy uses the 1,055 women of these 1,158 who were employed at some point between conception and the birth, omitting those who worked in the year prior to the birth but not after the conception.
Dependent Variables
The NLSY provides a week-by-week work history for each respondent, constructed from questions asked in each year about the beginning and ending dates for each job during the previous year. Respondents were also asked the starting and ending dates of any gaps in work that occurred while they were employed by a particular firm. They reported on "any periods of a full week or more during which [they] did not work for employer, not counting paid vacations or paid sick leave." We merge this employment history for years 1978 through 1986 with information on the date of birth of the first child to construct a history of work surrounding pregnancy.
We analyze two dependent variables: elapsed weeks of gestation when the woman stopped working, and weeks between the first birth and the mother's return to work. Our data on maternity leave are based on an employment history that provides: (1) time at work; (2) time employed but not at work; (3) time either out of the labor force or looking for work. Time spent on paid vacation or sick leave was counted as time employed and at work. Respondents were instructed to report short absences like "maternity leave with pay" as time on the job. Thus, a large share of women -21 percent -report no gap in employment when their first child was born.
However, information on maternity leave collected in the NLSY in 1983 offers some insight into this restriction on the employment data. In 1983, female respondents were asked if they had worked at all during their last pregnancy. If they had, they were asked if their employer offered maternity leave, if they took such leave, and when they returned to work following the birth. We examined women in our sample who also responded to the 1983 questions on maternity leave.
2 Since higher education and market orientation lead to delayed first birth, our sample is not fully representative of the occupations women engage in. In particular, women in occupations requiring high training are more likely to be underrepresented.
3 To obtain occupational information, we selected women using two criteria: (1) women who worked in the yearprior to the birth; and (2) women who worked at least 9 weeks and 20 hours per week in their last job (NLSY did not collect occupational information for women who worked less than that). Although these criteria bias our sample toward women with a strong market orientation, the bias due to missing occupational information appears to be relatively minor. Only 170 women were excluded because of missing occupation data. Results for the effects of individual characteristics on women's employment for the full sample (consisting of all women who worked in the year prior to the birth) were similar to results for our current sample. Only 9 percent of the women who reported that they were employed in the week prior to delivery actually returned to work in the week following delivery, although 74 percent of these women reported no gap in employment under our definitions. Nevertheless, according to the 1983 interview, women in our data set who reported no gaps in employment did return to work fairly quickly -83 percent returned within the first three months after the birth.
Because we can't identify paid time away from work in the work history data, we put all women who returned to work within the first three months following childbirth into a single, short maternity leave, category. After that point, the data distinguish quite well those women not on the job, and we treat week of first return to work as a continuous variable.
Since we do not know the date of conception, we assume that all births are full term, i.e., born after 39 weeks of gestation.4 Thus, to calculate the elapsed weeks of gestation at the time the woman left work, we count backwards from birth.
Individual and Family Characteristics
In our analysis, we include the following characteristics of the woman: her race/ethnicity, marital status, age, education at childbirth, family income excluding woman's earnings and AFDC payments, and her wage in the last job held during pregnancy. Definitions of variables are shown in the Appendix and descriptive statistics are provided in Table 1 .
We have suggested that the effects of individual and occupational characteristics on a woman's labor force participation depend on her preference for employment over the long run. This notion of differentiating between women with high and low labor force commitment is similar to the concept of unobserved heterogeneity used in the economics literature. This heterogeneity is usually thought to reflect differences in women's labor force attachment (Flinn and Heckman 1982) . However, the economics literature usually distinguishes women according to their actual labor force behavior, which may not be consistent with their long-run preferences for employment vs. work in the home.
We directly measure women's preference for employment vs. homemaking over the long run. In each year, the NLSY asked respondents, "What would you like to be doing when you are 35 years old?" Using responses to this question at the interview before birth, we divide women into those who want to work at age 35, whom we classify as having high work commitment, and those who prefer to be at home or to be engaged in some other activity, whom we characterize as having low work commitment.
This definition of women's work commitment assumes that this preference is relatively stable over time, which may not be the case (Gerson 1985) . However, we are assuming this stability over a very short period, and prior research (Bielby and Bielby 1984) has suggested that women's work commitment is not affected by childbearing.
Occupational Characteristics
Characteristics of occupations come from two sources: (1) the Current Population Survey; and (2) the Dictionary of Occupational Titles. After pooling data from the 1979 through 1982 Current Population Surveys, we calculated average characteristics for each three-digit Census occupational category: percent female in the occupation; percent of women in the occupation who worked part-time, i.e., fewer than 30 hours per week; percent of women in the occupation who worked part-year, i.e., less than 48 weeks per year; and percent of all incumbents in the occupation who are women with own children under three years of age.5 Because these variables are highly skewed with long right tails, we dichotomized each variable at or near the midpoint of each distribution (see Appendix).
The second set of occupational characteristics comes from the Dictionary of Occupational Titles (4th ed.). Using a data tape matching Dictionary of Occupational Titles (DOT) data to census occupation codes (Roos and Treiman 1980), we matched the information on occupational characteristics to occupational categories in NLSY data.6 Since even three-digit Census detailed occupation codes are too broad in some instances, we used a seven-digit code based on the census occupation, industry, and class of worker classification developed by Temme (1975) . This resulted in 574 occupational categories.
We used three DOT-based occupational characteristics in our analysis: specific vocational preparation, strength requirement of the occupation, and physical demands. Definitions of variables are presented in the Appendix. Descriptive statistics are presented in Table 1 . 5 We pooled the CPS because the characteristics of interest vary little over this period and some occupations were not adequately represented in any one survey. This strategy has the added benefit of covering almost all the years in which the women in our sample were having their first births and deciding about returns to work. 6 This tape maps over 12,000 DOT categories into 574 census occupation-industry categories by taking a weighted average of each DOT characteristic for the set of DOT occupations falling into each broader census category.
METHODOLOGY
We analyzed the data using two different eventhistory analyses -a discrete-time hazard model estimated using logistic regression (Allison 1982) , and a continuous-time, piece-wise constant, exponential hazards model (Tuma and Hannan 1984). Because we could not determine the exact return time for women who returned to work within three months of the first birth, we first analyze the return to work with a logistic regression model using a dummy variable for return to work within the first three months. For women who did not return to work within the first three months following the birth, we model the week of return to work in a continuous-time framework. Work during pregnancy is also analyzed using a continuous-time hazard model. Because we argue that the effects of covariates on leaving work in pregnancy and returning to work after childbirth are not constant throughout the time interval, we use a piece-wise constant exponential model that assumes that the baseline hazard remains constant within a short period, but changes between periods.7 The effects of covariates are assumed to be constant within a time period but vary between periods. Models are estimated using the computer program RATE (Tuma 1980 ).
RESULTS

Patterns of Employment Before and After the First Birth
The hazard of leaving work during pregnancy (not shown) is relatively constant over the first six months of pregnancy, but rises sharply in the last trimester. This pattern -together with theoretical considerations -underlies our decision to analyze these two periods separately. In a normal pregnancy, very few maternity leaves begin in the first two trimesters. Hence, women who leave work in this interval tend to leave that job permanently. These women plan to stay out of the labor force at least for a while and perhaps return at some future date. On the other hand, women who leave work in the last trimester, especially in the last month of pregnancy, may be planning a labor force withdrawal or they may simply be taking a short maternity leave. Figure 1 shows the hazard of returning to work after the first birth. This hazard is nonmonotonic, I After experimenting with different intervals, we chose intervals over which the effects of covariates remained approximately constant. Table 2 contains models for leaving work during pregnancy, Table 3 presents models of returning to work following the birth, and Table 4 gives results for returns to work within 3 months of the birth estimated separately for those who do and do not plan to work over the long run. We analyzed women's leaving work during pregnancy (Table 2) , and women returning to work after 3 months (Table 3) , using a piece-wise constant exponential hazard model with the effects of covariates constant within periods and allowed to vary across periods.8 Models for women who returned to work within 3 months (the first set of models in Table 3 ), were estimated using logistic regression.
"Model 1" in each table presents what we consider the basic model and includes characteristics of the woman and her family. Model 2 replaces the measure of whether the respondent's last occupation was predominantly female with detailed measures of the woman's occupation; Model 3 adds presence of mothers in the occupation to Model 2.9 8 Table 2 estimates the probability of leaving work, whereas Table 3 estimates the probability of returning to work, and hence, in general, a given variable will have opposite signs in these two tables.
9 We report statistical significance for one-tailed 
Sex Composition of the Occupation
The literature on occupational sex-segregation advances two competing hypotheses accounting for women's choice of predominantly female occupations: (1) they plan to withdraw from the labor force, at least while their children are young; and (2) these occupations provide nonmonetary benefits that presumably make it easy to combine work with childrearing. If women choose predominantly female occupations because these occupations have low opportunity costs of withdrawal, then women in these occupations should be more likely to withdraw during pregnancy and after the first birth. On the other hand, if women choose traditionally female occupations because these occupations provide nonmonetary benefits, then women in these occupations may be more likely to continue to work during and after pregnancy. Because these theories suggest opposite effects of the sex composition of the occupation on employment, we make no predictions about their size or sign. Of course, women's occupational choices are constrained, for example, by discrimination, socialization, and labor demand. A sizable proportion of women move between traditionally female, mixed, and traditionally male occupations over their adult lives, and both men and women end up in jobs without much active "choice." Regardless of how women end up in an occupation, characteristics of that occupation will influence employment choices before and after a birth.
In fact, Tables 2 and 3 show no effect of the sex composition of an occupation on women's labor force participation either during pregnancy tests for all coefficients for which we hypothesize the direction of the effect. For all others, we report significance levels for two-tailed tests. or after the first birth. This is consistent with results obtained by Gwartney-Gibbs (1987). Perhaps women's employment in primarily female occupations has little relationship with their family responsibilities, but is a function of employer discrimination and/or childhood socialization. However, this result is also consistent with the existence of competing effects that cancel each other out, or there may be no effect of sex composition of the occupation. In all the theoretical formulations on this topic, percent female acts as a proxy for other characteristics of the occupation, like ease of exit and re-entry, flexible work schedules, or social support for women on the job. We can examine some of these characteristics directly.
Convenience of Combining Work and Motherhood
We hypothesized that the difficulties of combining work and motherhood or impending motherhood could push women out of the work force during pregnancy and after the birth. During pregnancy, only strength requirements of the job had a significant effect on exits from work (Table 2) . Strength requirements show the same pattern during the last trimester, but the coefficient is smaller and not significant. Effects for the variety of physical demands in the occupation, the prevalence of part-year or part-time employment in the occupation, or the presence of mothers in the occupation were not significant. How do these measures of the ease of combining work and family affect returns to work after childbirth? Table 3 shows that these measures are significant only for returns to work within the first three months after the birth. Model 3 shows that women in occupations with opportunities for part-year work are more likely to return to work within three months of the birth, as are women in occupations with a relatively high proportion of mothers. But women in occupations with relatively many part-time female workers are less likely to return within three months. Most scholars agree that working part-time is a common strategy for combining work and childrearing and we expected occupations with relatively large proportions of part-time female workers to attract and retain women, especially mothers with very young children. Perhaps the flexibility these occupations offer to mothers is overshadowed by relatively low pay, poor benefits (including maternity leave), and competing alternatives common to these occupations.
Model 3 also shows that women in occupations that employ relatively many mothers with young children are more likely to return to work within the first three months following the birth. The presence of many women with young children in the occupation may provide social support to the young mother, or it may signal something about the flexibility of the work schedule, both of which make working easier for a new mother. The larger the proportion of an occupation's labor force who are mothers of young children, the more accommodations employers may have made to help their workers combine their two roles.
Opportunity Cost of Labor Force Withdrawal
We hypothesized that the higher the opportunity costs of labor force withdrawal, the less likely women are to withdraw from the labor force early in pregnancy and the more likely they are to return to work relatively soon after birth. Tables  2 and 3 show the expected effects for the three primary indicators of the opportunity cost of staying home: wages, specific vocational preparation, and education. Other family income indexes the woman's ability to pay the costs of labor force withdrawal, and so should increase the likelihood that she leaves early in pregnancy and returns slowly after the birth.
These measures are generally powerful predictors of women's employment near the first birth, but their effects are strongest for the decision to remain in the labor force through the first six months of pregnancy (Table 2) , and to return to work within three months of the birth (Table  3 ). In the last trimester, both specific vocational preparation and last wage tie women to their jobs, but neither education nor other family income have significant effects. None of these measures affect returns to work more than three months after the birth, with the exception of education. Felmlee (1984) also found that high wages on a job lowered rates of leaving during pregnancy.
Women with some college education are no more likely to return to work during the first three months after the birth than women with a high school diploma (Table 3) . But college-educated women are more likely to return to work within 3-11 months, given that they did not return before three months. College-educated women breastfeed their infants at much higher rates than do women with less schooling (Haaga 1989 ). Hence, college-educated women may place an especially high value on remaining at home during their child's first months and delay a return to work to breastfeed their children. If education generally increases women's chances of working, but decreases their chances of working while very young children are present, as Leibowitz (1974) has suggested, then the lack of effect on returns within the first three months may reflect these conflicting effects. When the children are older, the pull into the labor force of high levels of education seems to reassert itself.
Women who are high-school dropouts are significantly less likely than women with more schooling to return to work within three months after the birth (Table 3) . These women are less likely to have jobs that offer maternity leave and so take leave without pay. These women may be less attached to their employers and face a wider array of relatively unattractive alternatives than do women with more schooling.
Effect of Women's Preference for Employment Over the Long Run
Our last hypothesis focuses on the interaction between long-run work preferences and other factors in determining exits from employment during pregnancy and returns to work after the first birth. Table 2 shows a significant negative main effect of preference for employment at age 35 on chances of leaving work during the third trimester of pregnancy. Table 3 shows that women who plan to work at age 35 are more likely to return to work during the child's first year (although the coefficient is not statistically significant for returns within three months). This measure reflects work commitment: Preferring to work long-term increases the costs to the woman's career of withdrawing from the labor force and so increases the chances of returning to work.
Following Rexroat and Shehan (1984), we hypothesize that women who prefer to hold a job over the long run will be influenced less by their current situations than will those who prefer to stay at home. Thus, we expect smaller effects of job convenience and need for the income for the work-committed than for women who prefer to remain at home. Results of a likelihood-ratio test indicate a statistically significant interaction between women's occupational and individual characteristics and her work commitment for returns to work during the first three months following the birth, but not for any other period. For this reason, we consider in more detail only the first three months after the birth. Table 4 suggests that the work decisions of new mothers with low levels of work commitment depend somewhat more on current financial pressures than do those of women with a long-term commitment to employment. The negative effect of being unmarried on employment immediately following the first birth is a little larger for women who prefer to remain at home than for those who prefer to work over the long run. Marital status reflects eligibility for transfer income through AFDC, an option less often available to married mothers. However, the difference in the coefficients is not statistically significant. Other family income affects employment decisions only for women who do not plan to hold a job over the long run.
Table 4 also shows that the entire effect of presence of mothers in the woman's occupation results from its importance for women who prefer to remain at home; this measure of convenience has no effect for women who prefer employment. Another measure of convenience, presence of a large number of part-year female employees, has a significant positive effect for women with low levels of work commitment, but is not significant for highly committed women.
Availability of part-time employment, another measure of convenience, has no impact on women who prefer not to work, and a significant negative effect for work-committed women. These occupations frequently do not offer maternity leaves or other job benefits and are probably easier to leave and re-enter. Perhaps women planning to work over the long run leave these jobs and return later to other similar jobs, whereas women without long-run work plans hope to leave the work force soon anyway. Specific vocational preparation for the occupation has a significant effect on returns to work only for women who do not want to hold a job over the long run. These women might be especially valuable employees whose bosses make adjustments to keep them. This increased "convenience" apparently ties some of these uncommitted workers to the occupation, but has no effect on women with longrun preferences for employment. These differences in the coefficients for the measures of financial need and convenience between women with and without plans to work over the long run are statistically significant at .10 or better. Tables 2 and 3 indicate that although a number of individual and occupational characteristics affect women's labor force participation during the first six months of pregnancy and in the first three months following the birth, these factors have very little effect on women's employment probabilities in the last trimester of pregnancy or three or more months following the birth.
When Individual and Occupational Characteristics Matter
Health and medical problems may be overriding considerations late in pregnancy, weakening the effects of the variables in our models. But the lack of effect for returns to work after the first three months must arise from different causes. We suggest the following possibilities. The longer women remain away from work after a birth, the greater the chance they will return to a different job. Factors like specific vocational preparation become less important in predicting employment the longer women remain out of the labor force. The woman's last wage before the birth becomes less relevant for predicting her wage at a new job than for predicting wage at the same job. Since all of our independent variables measure the situation at or before the birth, they become weaker predictors in later periods in part because they do not reflect the woman's current situation.
DISCUSSION
We examine women's employment choices at a point of maximum conflict between work and family roles -the first pregnancy and birth. We test the general hypothesis that traditionally female occupations attract women because they are easy to combine with motherhood, and therefore retain workers prior to and following a birth. Some authors have argued that predominantly female occupations attract women because they are easy to exit when children are born and to re-enter later. However, we find no effect of the sex composition of the occupation, which could result from the operation of these competing effects or could signify that the sex composition of the occupation has no influence on the employment of pregnant women and new mothers.
Second, we tested hypotheses derived from the argument that occupations retain women with children either by making it easy for women to combine work and parenting or by making it costly for women to leave the labor force (or, alternatively, by making it profitable for women to remain at work). We examined characteristics of occupations that reflect the "convenience" of working and "costs" of not working. Our models also include individual characteristics that reflect the cost of staying at home.
Women respond to both convenience and costs in deciding how long to work during pregnancy and when to return to work after the child is born. The greater the rewards from working, the slower women are to leave their jobs during pregnancy and the sooner they return to work after the birth. The same pattern is observed for occupational characteristics that reflect convenience, although the particular measures that are important differ for pregnancy and the postnatal period. Measures reflecting both convenience and costs tend to have their strongest effects in the first six months of pregnancy and the first three months following the birth.
Finally, we tested the hypothesis that women who are committed to the work force over the long run would respond differently to characteristics of their occupations and to their own circumstances than would women who preferred not to work over'the long run. We found some support for this hypothesis. Our measures of the convenience of combining work and motherhood tend to have stronger effects for women who do not plan to work long-term, as does specific vocational preparation, a measure of the cost of labor force withdrawal. None of the convenience measures have any impact on the employment decisions of women who prefer work to homemaking.
These results carry implications for the workings of labor markets, for women's job and career choices, and for occupational segregation, but caution is warranted. A number of reasons for caution exist. First, the process that matches workers to jobs is complex and ongoing. Some exits from employment are involuntary, and employers may more often layoff -or even firepregnant women than women who are not expecting a child. Some women, no doubt, do not consider future motherhood and its stresses when deciding to take a job. Some women think through the kind of life they want to lead and make plans to achieve their goals. Some succeed, but events intervene, opportunities arise (or fail to materialize), and people change their minds. So the connections between women's plans and later behavior weaken. Women may chose occupations for any number of reasons, and then find when they begin their families that their occupations have high (or low) costs of labor force withdrawal, and are convenient (or inconvenient) to combine with motherhood. Although predominantly female occupations may be relatively easy to combine with motherhood for the average woman, women who choose -or remain in -more demanding occupations may have unmeasured characteristics -an ability to handle stress, or a husband with a low-demand job -that enable them to combine work with family responsibilities. This selectivity would attenuate the effects of occupational characteristics on the hazards of leaving and returning to employment. Also, we do not distinguish between women who work full-time and those who work part-time, nor between women who return to the same job (or employer) and those who do not. Future research should address these issues.
Finally, although we model employment decisions near a birth as determined by occupational characteristics and characteristics of the woman, some of these variables are -to some extent endogenous. The argument that women choose occupations in anticipation of working or not working after they have children suggests that occupational characteristics are endogenous for some. And women's commitment to work may determine their choice of occupations -those who intend to work over the long run may choose occupations that are easy to combine with motherhood and invest more in education and jobspecific training. Because our models hold constant education, training, and some occupational characteristics, they may underestimate the total effect of work commitment on employment near a birth.
In spite of these caveats, we examine some implications of our results for occupational segregation, for women's employment, and for employment and family-leave policies. If some occupations have characteristics like flexible work schedules, short hours, or absence of extensive travel that make them relatively easy to combine with childrearing, as long as women have primary responsibility for childrearing then these occupations may be more attractive to women than to men, at least on average. Women may be willing to trade off earnings, chances for advancement, or interesting work for this convenience, as Filer (1985) and Hudis (1976) have argued. Some women may actively seek out these occupations in anticipation of motherhood, so that these occupations may differentially retain women with children. Either process should lead a concentration of women in these occupations relative to occupations that are more difficult to combine with parenthood. And either process would contribute to occupational segregation by sex.
Our results suggest that this process of recruitment of women into "convenient" occupations operates only for women who plan not to work over the long run. Women who prefer to be employed show little effect of occupational characteristics reflecting the ease of combining work and motherhood. The proportion of young women who say that they prefer to hold a job later in life (and, we presume, over the long-run) has risen dramatically over the last several decades, so our results imply that convenience for mothers has become less important in drawing women into traditionally female occupations.'0 In addition, some recent evidence has suggested that those most likely to hold "convenient" occupations are males without dependent children (Glass and Camarigg 1991).
Our results also imply changes in women's lifetime labor supply. As women's preference to work over the long run increases, the more women will be willing to combine work and childcare during the stressful period when children are 10 Our findings may also understate the impact of job convenience on women's employment decisions around the first birth if convenient occupations pay less than others, since our analyses hold constant the effect of wages. young. Time/budget studies suggest that employed mothers of young children fulfill both roles in part by getting less sleep and enjoying less leisure than other women or men (Stafford 1980) . Although some women who remain at work during this period might prefer to stay at home with theirbabies if they had only the present to consider, retaining their jobs is in their best interests in the long run-if not the short run. As employment of women over most of their adult lives becomes more common, women's wages will rise (Smith and Ward 1989) and access to jobs with other benefits should improve as well. Our results suggest that women's willingness to work when they are eight or nine months pregnant, and when they have a two-or three-monthold baby depends both on the rewards they get from the job, and the ease with which they can combine work with pregnancy or parenting.
As more employers invest in their female employees and expect them to remain at work about as long as their male employees, they must help women meet their obligations to job and family. Other research has suggested that having a flexible schedule makes a tremendous difference (Glass and Camarigg 1991), as does having a supportive supervisor. As more mothers of very young children return to work, arrangements for the care of these children, their health, education, and social and emotional development become increasingly important. 
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